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ABSTRACT 
 
Billions of résumés are screened by recruiters, and they form their first impressions within 
seconds. Certain résumé characteristics can influence the first impressions of the recruiter. 
The main goal of the present study was to examine the effect of a formal and informal 
photograph on top of a résumé on the hirability perceptions of recruiters, employees in 
Human Resources and employees who often judge résumés (N = 103). A formal photograph 
depicts a portrait of a man wearing a suit, and an informal photograph depicts a portrait of a 
man wearing a t-shirt. Respondents assessed the applicants’ hirability ratings of nine out of 
the eighteen fictitious applicants for the job of a team leader payroll specialist. The hirability 
ratings for the résumés with a formal photograph were significantly higher than the hirability 
ratings for résumés with an informal photograph. Résumés without a photograph received the 
lowest hirability ratings. No support was found for the hypothesis that more experienced 
employees based their hirability ratings less on inappropriate factors than less experienced 
employees. This study , which was conducted among actual recruiters, employees in Human 
Resource Departments and employees who often judge résumés, indicated for the first time 
that the choice of clothing style on a photograph on a résumé might make actual difference. 
 
Keywords: Formal, hirability, job selection, photograph, résumé, suit, t-shirt  
3 
 
1. INTRODUCTION  
 
When a job seeker is applying for a job, a recruiter or employer generally receives a résumé 
and a cover letter from the applicant. Every year, more than one billion résumés are screened 
by recruiters. The résumé is one of the most common selection tools that organizations use to 
hire applicants (Arnulf, Tegner & Larssen, 2010; Cole, Rubin, Field & Giles, 2007). It is often 
the first contact between an organization and an applicant and is meaningful for both the 
organization and the applicant. For the organization, it functions as a selection method to 
choose candidates who appear most suited for the vacancy, and for the applicant, a résumé is 
functional in that it can gain them access to a job interview (Asher, 1972). A résumé provides 
initial information about the applicant such as previous job experience, education, and 
personal information (Knouse, 1994; Thoms, McMasters, Roberts & Dombkowski, 1999). 
The information a recruiter gathers from a résumé leads to impressions about the applicant’s 
abilities, such as language skills, educational degree and job experience, and to impressions 
about the applicant’s personality, such as interpersonal and leadership skills (Brown & 
Campion, 1994). Based on résumés, recruiters also gain insight into the intelligence and 
competence level of applicants (Frauendorfer, Mast & Sutter, 2015). As a result, a résumé is 
an important factor in the hiring process and therefore a lot of research has been done on the 
influence of the factual content of the résumé and on the influence of nonverbal cues of the 
applicant, such as sex and gender (Parsons & Liden, 1984). 
In theory, only the factual content of a résumé is intended to determine whether 
someone will or will not be invited for a job interview. Yet in practice, it is often difficult to 
obtain accurate descriptions from the work experience of the applicants for the needed 
qualifications. Because the factual content of a résumé can be very unclear, other personal 
characteristics from an applicant’s résumé may contribute to or can bias the decision of the 
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recruiter (Ash, Johnson, Levine & McDaniel, 1989; Knouse, 1989; Thoms et al., 1999). That 
is why an applicant may try to increase the likelihood of being invited for a job interview. A 
study by Arnulf et al. (2010) examines whether an applicant can influence the hirability 
decision of the recruiter by manipulating the graphical layout of their résumés. Results 
suggest that even professional recruiters use irrelevant aspects of a résumé to select a 
candidate for a job. This can be explained by the lack-of-fit model of Heilman (1983). A 
résumé often does not clearly show a fit between the skills and characteristics of an applicant 
and the job, so recruiters use irrelevant aspects such as layout, attractiveness and gender to fill 
the gap between perceived skills and characteristics of an applicant and the perceived 
requirements for the job (Marlowe, Schneider & Nelson, 1996). In order to influence the 
recruiter’s decision, there is plenty of advice and tips for a good résumé from academics, 
recruitment companies and practitioners. However, much of this advice is not based on 
empirical studies and has little empirical support (Knouse, 1994).  
The main goal of the present study is to examine the effect of a photograph (formal vs. 
informal) that is attached to a résumé on the hirability perceptions formed by professional 
recruiters or employees who often judge résumés. Furthermore, the study will examine to 
what extent a photograph (formal vs. informal) influences the hirability ratings by  means of 
investigating the influence of the level of experience of the recruiter or employee who often 
judges résumés.  
 
1.1 Person-job fit 
Recruiters perceive and use biographical data from an applicant to decide whether an 
applicant is appropriate for the job vacancy or not. As mentioned before, the presented data in 
résumés determine abilities and attributes of the applicant (Brown & Campion, 1994). A 
résumé is rated as more attractive when it reflects attributes required for the job vacancy. This 
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indicates that recruiters assess person-job fit (P-J fit) in résumé screening (Tsai, Chi, Huang & 
Hsu, 2010). The P-J fit denotes the fit between the applicant’s knowledge, skills and abilities 
and the job requirements (Higgins & Judge, 2004), and predicts an applicant’s future 
performance in the organization (Kristof-Brown, Zimmerman & Johnson, 2005). As 
mentioned before, the applicants’ knowledge, skills and abilities are not always clearly visible 
in a résumé, so recruiters base their decision about the applicant’s potential P-J fit also, 
consciously or unconsciously, on irrelevant résumé characteristics such as physical 
attractiveness (Arnulf et al., 2010; Ruffle & Shtudiner, 2014).  
` 
1.2 First impressions  
A first impression is formed in a 1/10-second glimpse (Willis & Todorov, 2006). It is a 
judgement about attractiveness, likeability, trustworthiness, competence and aggressiveness 
(Todorov, Pakrashi & Oosterhof, 2009). The reliability of these judgments does not increase 
when one looks longer at a photograph. However, the longer one views a photograph, the 
more one trusts their original judgements (Willis & Todorov, 2006). This first impression is 
often derived from the facial expressions of people. Besides that, many studies have 
recognized clothing to be important in the process of forming first impressions (Reid, 
Lancuba & Morrow, 1997).  
A positive first impression is very important, because generally both the screening of a 
résumé and the subsequent job interview are performed by the same recruiter. When a 
recruiter obtains a positive first impression by screening an applicant’s résumé, the recruiter 
psychologically or actually hires the applicant for the job prior to, instead of during, the actual 
job interview (Dipboye, Fromkin & Wiback, 1975). A field study by Dougherty, Turban and 
Callender (1994) used data from interviewers of a large energy corporation with six or ten 
years of interviewing experience. This study shows the value of a good first impression during 
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a selection process. The researchers found that applicants who made a good first impression 
received more positive information about the function and the organization than applicants 
who made a neutral or negative first impression.  
Several studies have indicated that clothing is an important factor in creating a good 
impression, and clothing influences judgements of an applicant’s ability to meet the job 
requirements (Johnson, Roach-Higgins, 1987; Kelley, Good and Walter, 1974). In addition to 
this, interviewers display more positive regard for applicants when the applicant makes a 
positive first impression with their clothing style. Thus, the initial screening of both the 
content and photograph on an applicant’s résumé can lead to strong first impressions 
regarding their hirability (Knouse, 1994).  
An important framework for understanding first impressions is Brunswik’s (1956) lens 
model. The lens in this model is the way in which an observer indirectly perceives underlying 
constructs about elements in the environment. This lens model can easily be extended to 
different fields and contexts such as résumés (Van Toorenburg, Oostrom & Pollet, 2015). In 
that case, several cues in a résumé could serve as a lens through which a recruiter perceived 
an applicant’s P-J fit, or hirability. An accurate observation of a résumé will occur when both 
the link between the observable cue (clothing) and the observer’s judgment (P-J fit) is intact 
(‘cue utilization’), and the link between the observable cue (résumé) and the applicant’s actual 
level of underlying construct is intact (‘cue validity’) (Gosling, Ko, Mannarelli & Morris, 
2002).  
In this thesis, photographs of men in formal or informal clothing can serve as an 
observable cue. An applicant can share his personality by means of identity claims 
(Brunswick, 1956). Clothing of the applicant is an other-directed identity claim and can make 
statements about how the wearer would like to be regarded. Therefore, clothing may be a cue 
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for recruiters to decide to which extent the applicant is the right fit for the job, because 
clothing shows some of the personality and characteristics of the applicant. 
 
1.3 Photograph, or not 
A first impression is based on several cues in the environment (Howlett, Pine, Orakçioglu & 
Fletcher, 2013). When someone decides to place a photograph on top of the résumé, the first 
impression of a recruiter could be based on the applicant’s appearance rather than on their 
work experience and education, because the photograph on the résumé is noticed first by 
recruiters (Tao & Xinyue, 2016). Hutchinson and Brefka (1997) conducted a study to detect 
potential changes in the preferences for résumé content in the last ten years. 500 top-ranked 
organizations in the US were asked to fill in a questionnaire to find preferences for résumé 
content. One of the results is that there are only two things less important than adding a 
photograph to a résumé, namely race and religious preference. So, Hutchinson and Brefka 
(1997) demonstrated that almost twenty years ago, inclusion of a photograph in a résumé was 
very unusual. Recruiters had to rely on what someone had done, not on their appearance.  
 There is a lot of discussion among recruiters about the use of photographs when 
applying for a job vacancy. Also, empirical research cannot provide unambiguous advice 
about whether to place a photograph on a résumé or not (Panso & Dubois, 2002; Ruffle & 
Shtudiner, 2014). With the emergence of social media like Facebook, Twitter and LinkedIn, it 
has become very easy to find a photograph by typing in the name of the applicant. The rise of 
social media has ensured that more and more photos have been seen on résumés, since most 
of the recruiters search for your name and photograph on Google or your LinkedIn profile 
anyway. Thus, nowadays, more and more often a résumé contains a photograph (Pansu & 
Dubois, 2002). But globally, there are different opinions about whether or not to add a 
photograph to a résumé. In most continental European and South American countries 
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photographs on résumés are the social norm. In Turkey, Scandinavia, the Baltic countries and 
Israel, adding a photograph is optional. In China, photographs are required and regulated by 
law, whereas in Anglo-Saxon countries such as Canada, the United Kingdom, the United 
States and Australia, photographs are disapproved  of (Ruffle & Shtudiner, 2014).  
Previous research among bachelor and master students who assessed the personality 
characteristics of job applicants based on the applicants’ résumés with or without photograph, 
indicates that a photograph could affect the recruiters’ evaluation of applicants (Frauendorfer 
et al., 2015). A study by Watkins and Johnston (2000) in which first year psychology students 
were asked to imagine they were a recruiter and to screen résumés of applicants with a 
photograph, showed that mediocre résumés were better evaluated when a photograph was 
included. However, a photograph had no influence on the recruiters’ evaluation when the 
résumé was good. Frauendorfer et al. (2015) investigated whether a photograph affected the 
accuracy of first impressions about personality which were gathered from résumés. They 
found that including a photograph did not affect judgment accuracy, thus a photograph did not 
lead to biased assessment of an applicant’s personality (Frauendorfer et al, 2015). However, it 
can have a negative or positive impact on hiring decisions because of the ‘halo effect’, the 
what-is-beautiful-is-good effect (Colarelli, Poole, Unterborn & D’Souza, 2010).  
Last but not least, photographs contain a wealth of nonverbal information which can 
serve as a cue for someone’s personality. Which cues in a photograph are responsible for the 
accurate judgment of applicants is largely unknown. However, in a large Israeli study by 
Ruffle and Shtudiner (2014), they sent 5312 résumés in pairs to 2656 advertised job openings 
via job-search websites. They investigated the role of physical attractiveness in the hiring 
process. The physical attractiveness was measured by résumés with photographs of an 
attractive male or female or a plain-looking male or female and résumés without photographs. 
They found that attractive men have a significantly higher rate of call-backs than men with no 
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photograph and plain-looking men, and women with no photograph have a significantly 
higher rate of call-backs than attractive or plain-looking women (Ruffle & Shtudiner, 2014). 
Thus, attractiveness of the applicant can influence the recruiters’ decision about the 
applicant’s hirability. However, especially recruiters with limited experience may base their 
hirability ratings or person job fit on inappropriate factors, such as gender and attractiveness 
(Marlowe, Schneider & Nelson, 1996).  
 
1.4 How to dress during the selection process 
When one knows little about someone, one tries to make sense of the other by selecting cues 
that will help one explain what the other is like. To organize all these perceptions in an 
effective manner, the perceiver will select and simplify the perceptions (Kaiser, 1983). To 
simplify the perceptions about the observed person, the perceiver ‘categorizes’ the individual 
by classifying them in a group, based on available cues such as dress (Taylor, 1981). So, an 
important cue in initial judgement of others is clothing. Clothing can communicate personal 
attributes (Bell, 1991), the social status and personality (Kwon, 1994) of the wearer (Parr & 
Halperin, 1978). 
A study of Forsythe, Drake and Cox (1984) in which personnel administrators were 
asked to view videotapes of applicants showed that not the actual clothing object on its own, 
but the message of the clothing leads to impressions. A cognitive structure, a cluster of traits 
that perceivers view as being interrelated, can be assigned to an observed person on basis of 
appearance cues. A business suit can result in a cognitive structure that includes traits of 
intelligence, competence and industriousness (Kaiser, 1983). This is in line with Brunswik’s 
lens model (Brunswik, 1956) and Gosling et al.’s (2002) findings, that clothing style can serve 
as a cue to communicate someone’s values and attitude.  
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Kaiser (1990; as described in Bell, 1991) stated that when internal information about a 
person is not available, perceivers are likely to select clothing symbols to draw conclusions 
about a person. If we apply this to our study, when the content of an applicant’s résumé is 
vague and uncertain and provides no internal information about the applicant, a recruiter is 
likely to select an applicant with a résumé with a photograph on top. The clothing symbols 
can lead the recruiter to draw inferences about the applicant (Forsythe, 1990). So it is useful 
for applicants to understand what kind of clothing they should wear on their résumé’s 
photograph. 
The influence of clothing on first impressions has been widely studied (Forsythe, 
1990; Howlett et al., 2013). The clothing a person wears can communicate a wide array of 
information about the person and influences a first impression. Clothing can communicate this 
information without the wearer and receiver ever having seen or spoken to each other 
(Howlett et al., 2013). Johnson and Roach-Higgins (1987) indicated that the dress a woman 
wears, influences the impressions of the personality of a job applicant and influences the 
hiring impressions rather than physical attractiveness or sex-typing of the job position. This is 
consistent with previous research that indicates that a dress is important in creating a good 
impression and influences judgments about the ability to meet job requirements (Kelley, Good 
and Walter, 1974).  
Clothing can display symbols that have shared meanings and can communicate the 
wearer’s attitudes and values to others. These statements about the wearer’s attitudes and 
values can be truthful or deceptive to portray the applicant in a certain light (Gosling et al., 
2002). Formal clothing, such as a suit, can communicate high levels of success, intelligence 
and status. Informal clothing, such as a t-shirt, can communicate low levels of success, 
intelligence and status (Harris et al., 1983). In particular, a tie has a significant effect on the 
image of someone’s competences (Haise & Rucker, 2003). Also, a study by Behling & 
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Williams (1991) investigated the differences between a dressy look – dark suit, white shirt 
and dark tie – and a hood look – a t-shirt. Men with a dressy look received the highest 
intelligence ratings and academic achievement, and men wearing a t-shirt the lowest. Tis 
indicates that perception of intelligence and potential academic achievement are influenced by 
the clothing style of the wearer. This study makes clear that a suit generates high regard and 
reflects the current state of our culture, that is, the correct clothing style for business is a suit 
including appropriate accessories. This is deemed critical for success in the workplace. When 
there is disagreement between clothing and verbal message or between clothing and role or 
stereotype, this can result in less positive judgments by a perceiver (Kaiser, 1983). The 
stereotype for business clothing is a suit. Thus, if an applicant wears a t-shirt, this is in 
discordance with the current culture/stereotype, and can as a result lead to less positive 
judgments by a recruiter. Bell (1991) investigated which clothing styles causes work-related 
attributions among 600 adults in the Midwest of the United States who were asked to read a 
cover letter. Four male clothing styles - daring, conservative, formal and casual - were 
examined on dimensions of attractiveness, intelligence and popularity. When a man is dressed 
formally, then he is most preferred and he receives entirely positive judgements, such as being 
thought attractive, intelligent and popular. Men who are dressed casually received the least 
favourable judgements such as being thought unattractive, unintelligent and unpopular.  
We could conclude that in a professional working environment it is better to wear 
formal clothing rather than casual clothing. Thus, in résumés, it could be beneficial for an 
applicant to place a photograph with formal clothing on top of the résumé, instead of a 
photograph with informal clothing. We can conclude that photographs of applicants are 
judged on everything that is visible in a photograph within seconds, and that the choice what 
to wear on a photograph cannot be underestimated because it plays an prominent role in 
creating a positive or negative first impression.  
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Hypothesis 1 | A résumé containing a formal photograph receives higher hirability ratings 
than a résumé containing an informal photograph. 
 
Hypothesis 2 | The effect of no photograph on hirability perceptions is smaller than the effect 
of a formal photograph, and larger than an informal photograph.  
 
Hypothesis 3 | The more experienced the person who judges a résumé, the less they base their 
hirability ratings on an inappropriate factor, such as an informal or formal photograph.   
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2. METHODS 
 
This study consisted of a pilot study and a main study. The surveys were presented to the 
participants by using the online software Qualtrics. The pilot study was conducted in order to 
find out which photographs could be used in the main study. 
 
2.1 Pilot study on photographs 
Participants 
Respondents were recruited via social network recruitment. This was done because there are 
no restrictions on which persons may participate in the pilot study, except that people who 
could take part in the main study had not been previously approached for the pilot study. 
Respondents have been asked via e-mail or Facebook Messenger for their cooperation in this 
study. Respondents could access the Qualtrics survey through a direct link that was only 
announced within the invitation. In total, 35 persons filled out the online survey. Seven 
respondents were removed because they did not answer all the questions of the survey. 
Therefore, the surveys of 28 participants (75% female) were taken into account for the deeper 
analysis of the results. Their age ranged between 19 and 56 years old (Mage = 25.96 years old, 
SD = 8.66 years old). All the 28 participants were Dutch, 14 of them (50%) were students and 
14 (50%) were working people. 
 
Procedure 
The questionnaire opened with a brief introduction stating the purpose of the pilot study and 
the duration of the study. After the introduction and consent to participate in the pilot study, 
26 photographs were shown to the participants in a completely random order. 26 non-
standardized photographs of male faces were used in the pilot study. The photographs were 
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taken from the open Facebook group ‘I WILL’. This ‘I WILL’-initiative uses photographs to 
express the vision for the future of students of Rotterdam School of Management, Erasmus 
University. The photographs were judged on two dimensions: attractiveness and age. The 
most ‘neutral’-rated faces were selected for the main study. Assessment of the photographs on 
attractiveness and age was necessary in order to rule out these effects and to analyse only the 
influence of the variable clothing-style on hirability. The variable clothing-style is categorized 
into the following two conditions: formal clothing, a suit, and informal clothing, a t-shirt. At 
the end of the questionnaire some demographic questions were asked. The demographic 
questions were about the age, gender and nationality of the participants, and asked whether 
they were students or working people. Finally, there was space for comments, and the 
participants were thanked for their participation. After the pilot study, three photographs of 
men in formal clothing and three photographs of men in informal clothing were chosen for 
use in the main study.  
 
Materials and Measurements  
Participants viewed 13 photographs of men in formal clothing and 13 photographs of men in 
informal clothing in a random order. For this study, we chose to use only photographs of 
males, because the attractiveness of males and females have differently influences recruiters. 
Also the different clothing styles, formal and informal, are much less ambiguous for males 
than for females. The black-and-white photographs were taken from almost the same angle 
and all had the same black-grey-white background. The face, neck and shoulders were 
displayed in all the photographs. The photographed people wore a suit or a plain t-shirt, and 
looked into the camera with a smiling expression, see appendix I and II. The participants were 
asked to answer the question: “How attractive is this man?” on a 7-point Likert scale (1 = 
“extremely unattractive”; 7 = “extremely attractive”), and the question: “How old is this 
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man?” on a 10-50 slide bar in which the numbers represent the age of the man (10 = “10 years 
old”; 50 = “50 years old”).  
 
Plan of analysis 
The statistical calculations and analysis of the pilot study are conducted using the SPSS 21.0 
statistic software program. For the dimensions attractiveness and age, three formal men and 
three informal men, with approximately the same age and neutral attractiveness were chosen 
for the main study. The photographs had to match on both dimensions. The photographs were 
matched by adding up the scores of all the photographs on one dimension, and dividing it by 
the number of photos. In Table 1, those who were underlined are chosen, because they all had 
approximately the same age and the same attractiveness ratings. Finally, the six men were all 
aged between 23 and 25 years (Mmin = 23.18; Mmax = 25.43), and were all between a “little bit 
unattractive” and a “little bit attractive” (Mmin = 3.50; Mmax = 4.79).  
Table 2 shows that on average, men in formal suit were seen as older (M = 24.70, SD 
= 2.23), than men in informal t-shirt (M = 23.75, SD = 1.80). This difference, .95, BCa 95% 
CI [.27, 1.73], was significant t(27) = 2.54, p < .05, and represented a medium-sized effect, d 
= .53. On average, men in formal suit were also seen as more attractive (M = 4.55, SD = .78) 
than men in an informal t-shirt (M = 4.02, SD = .68). This difference, .52, BCa 95% CI [.30, 
.75], was significant t(27) = 4.35, p < .001, and represented a medium-sized effect, d = .77, 
see Table 2. Thus, men in formal suit were seen as significantly older and more attractive than 
men in informal t-shirt. 
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Table 1. Descriptive statistics of photographs in pilot study 
  
Age 
 
Attractiveness 
Type of clothing M SD   M SD 
Formal 1 28.29 4.09 
 
5.11 1.23 
 
2 24.18 2.63 
 
4.14 1.08 
 
3 22.96 2.84 
 
3.93 1.36 
 
4 25.43 3.07 
 
4.79 1.07 
 
5 27.86 3.90 
 
2.82 1.12 
 
6 29.64 4.22 
 
5.25 1.01 
 
7 29.46 5.59 
 
3.39 1.10 
 
8 24.50 2.78 
 
4.71 1.05 
 
9 26.86 4.81 
 
4.75 1.04 
 
10 30.68 4.48 
 
5.11 1.07 
 
11 25.43 2.49 
 
3.75 1.09 
 
12 31.18 4.48 
 
2.18 1.15 
 
13 27.86 4.39 
 
3.07 .78 
       Informal 1 23.18 2.71 
 
3.96 1.11 
 
2 23.43 2.46 
 
2.75 .93 
 
3 24.32 2.14 
 
3.50 .92 
 
4 24.07 2.61 
 
2.54 .69 
 
5 23.11 2.54 
 
2.96 1.00 
 
6 23.75 2.15 
 
4.61 1.03 
 
7 25.04 2.70 
 
5.21 1.07 
 
8 25.04 2.89 
 
4.86 .97 
 
9 21.96 1.93 
 
3.32 1.02 
 
10 23.43 3.35 
 
3.75 1.01 
 
11 28.04 4.12 
 
3.21 .92 
 
12 22.43 2.53 
 
2.93 1.05 
  13 30.36 5.68   2.29 .81 
 
Table 2. Descriptive statistics of photographs for main study 
        Age Attractiveness 
  Nr. in pilot Nr. in main study M SD M SD 
Formal 2 1 24.18 2.63 4.14 1.08 
 
4 2 25.43 3.07 4.79 1.07 
 
8 3 24.50 2.78 4.71 1.05 
   
24.70 
 
4.55 
 
       Informal 1 1 23.18 2.71 3.96 1.11 
 
3 2 24.32 2.14 3.50 .92 
 
6 3 23.75 2.15 4.61 1.03 
      23.75   4.02   
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2.2 Main study 
Participants  
For the main study recruiters, employees in the Human Resource Departments and employees 
who regularly judge résumés were approached. Respondents were recruited via social 
network recruitment, by approaching various employment agencies and a HR departments of 
various companies, through e-mail, LinkedIn and Facebook. In total, 310 people opened the 
questionnaire, of which 103 respondents (63.1% female; 26.9% male) participated in this 
study on a voluntary basis by filling in the whole survey designed in Qualtrics, an online 
survey platform. Their age ranged between 19 and 63 years (Mage = 35.76 years; SD = 10.67 
years). Most of the respondents were recruiters (48.5%) or employees in the Human Resource 
departments (27.2%). The other persons are employees who regularly judge résumés (24.3%). 
Table 3 shows that males and females perform the same jobs to approximately equal extent. 
The work experience of the respondents ranged between 1 and 500 months (M = 79.13 
months; SD = 91.73 months). All respondents had a Dutch nationality.  
 
Table 3. Relationship of gender with job type 
 
Job type 
  
Recruiter 
Employee in 
Human 
Resources 
Employee who 
often judge 
résumés 
% Males 52.6 18.4 29.0 
% Females 46.2 32.3 21.5 
 
Procedure 
For the main study the six photographs are linked to the résumés derived from a pilot study 
that had been previously carried out by Jelmer van der Sande. Two documents are used in this 
study. One described the position to be filled (job description), see appendix III, and the other 
described the applicant (résumé), see appendix IV. The job description briefly presented the 
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company, the task and the activities to be performed, and the desired profile. The fictitious 
résumés of the applicants included standard information such as the applicant’s name, age, 
nationality, telephone number, e-mail address, level of education, work experience, special 
skills, motivation and hobbies. 12 out of 18 résumés included a photograph of the applicant’s 
face and clothing. Respondents rated the résumés on overall hirability. 
 The study was a 2x2x3 within-subject design. The within subject variables were 
résumé content (job experience and education), typeface (bold and not bold) and résumé type 
(with formal photograph, with informal photograph and without photograph). The study had a 
within-subject design because all the variables were manipulated within one résumé.  
The survey started with a consent form and instructions on how to complete the 
survey, a brief introduction of the purpose of the main study and the duration of the study, see 
appendix V. After the introduction, the participants assessed the hirability, competence and 
status of nine applicants for the job of a team leader, and the extent to which job experience, 
education, layout of the résumé and other information weighed in their evaluation of the 
résumés. Table 4 presents the characteristics of the 18 different résumés, which were 
presented in random order in two different groups of nine résumés. Each respondent was 
asked if their house number was even or uneven. Respondents with an even house number (N 
= 48) evaluated the résumés in group 1, and respondents with an uneven house number (N = 
55) evaluated the résumés in group 2. 
The survey ended with general questions concerning the participants’ gender, age, 
nationality, job type and how many years they were working in this function. Finally, the 
respondents were asked if they knew what the goal of the study was. 45.1% of the participants 
thought they knew what the goal of the study was, but no one guessed correctly what the 
purpose of the study was. Then the participants received a debriefing in which the aim of this 
study was described in more detail, see appendix VI. Furthermore, contact information of the 
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main researcher of this study was provided again so respondents were able to get into contact 
if they had any remaining questions. Lastly, respondents were invited to leave their email 
address in order to take chance in a lottery to win one out of ten VVV-cheques of ten euro.  
 
 Table 4 . Characteristics of the 18 résumés       
  Résumé Photograph   Education   Job experience 
Group 1 1. Formal 
 
Relevant Bold 
 
Irrelevant Not bold 
 
2. Formal 
 
Irrelevant Not bold 
 
Relevant Bold 
 
3. Formal 
 
Relevant Not bold 
 
Relevant Not bold 
 
4. Informal 
 
Irrelevant Bold 
 
Relevant Not bold 
 
5. Informal 
 
Relevant Not bold 
 
Irrelevant Bold 
 
6. Informal 
 
Irrelevant Not bold 
 
Irrelevant Not bold 
 
7. No photograph 
 
Relevant Bold 
 
Irrelevant Not bold 
 
8. No photograph 
 
Irrelevant Not bold 
 
Relevant Bold 
 
9. No photograph 
 
Relevant Not bold 
 
Relevant Not bold 
         Group 2 1. Formal 
 
Irrelevant Bold 
 
Relevant Not bold 
 
2. Formal 
 
Relevant Not bold 
 
Irrelevant Bold 
 
3. Formal 
 
Irrelevant Not bold 
 
Irrelevant Not bold 
 
4. Informal 
 
Relevant Bold 
 
Irrelevant Not bold 
 
5. Informal 
 
Irrelevant Not bold 
 
Relevant Bold 
 
6. Informal 
 
Relevant Not bold 
 
Relevant Not bold 
 
7. No photograph 
 
Irrelevant Bold 
 
Relevant Not bold 
 
8. No photograph 
 
Relevant Not bold 
 
Irrelevant Bold 
  9. No photograph   Irrelevant Not bold   Irrelevant Not bold 
 
 
Materials  
Hirability. To assess hirability, we used Cole et al.’s (2007) employability rating measure (α 
= .94). Four items were chosen based on frequent use in previous research on selection 
decisions (Cable & Judge, 1997; Kristof-Brown, 2000; Singer & Bruhns, 1991). The 
respondents were asked to indicate: 1) ‘How likely is it that you would be interested in 
interviewing this applicant?’ 2) ‘How likely is it that you would recommend this applicant to 
be hired?’ 3) ‘How likely is it that this applicant, when hired, would perform well?’ (1 = 
“extremely unlikely”; 6 = “extremely likely”). The respondents are also asked: 4) ‘Take 
20 
 
everything regarding the résumé of the applicant in account; what is your total evaluation of 
the applicant?’ (1 = “very negative”; 6 = “very positive”).  
 To measure the overall evaluation of the applicant, we asked ‘What is your overall 
evaluation of the applicant?’ (1 = “very negative”; 6 = “very positive”).  
 
Competence and status. To measure the mediator’s competence and status we used three 
questions from the abbreviated questionnaire of Fiske, Cuddy, Glick and Xu (2002). One item 
measured the mediator competence; ‘How competent is this applicant?’, and two items 
measured the mediator status; 1) ‘How well educated is this applicant?’, and 2) ‘How 
economically successful is this applicant?’ (1 = “not at all”; 5 = “extremely”).  
 
Influence of résumé characteristics. To measure the influence of some characteristics of the 
résumés we asked the respondents the question: ’To which extent have you let the following 
aspects influence your evaluation?’ This final question could be answered shifting a slider on 
a 0-100 scale (0 = “not at all”; 100 = “exclusively”) for the topics 1) ‘job experience’ 2) 
‘education’ 3) ‘other information’ 4) ‘lay-out of the résumé’.  
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3. RESULTS 
 
3.1 Reliability analysis 
To test whether the scales were internally consistent, we conducted a reliability analysis. All 
the scales in the survey were reliable, see Table 5. 
Table 5. Reliability analysis of the scales 
Scales Cronbach's Alpha (α) 
Hirability .95 
Competence .85 
Status .78 
Résumé characteristics – job experience .94 
Résumé characteristics – education .70 
Résumé characteristics – other .97 
Résumé characteristics – layout .97 
 
 
3.2 Correlation analysis 
Table 6 shows the means, standard deviations and correlations of all study variables. Weak, 
but significant relationship was found between age and experience of the respondent (r = .40, 
p < .01) indicating that respondents with more work experience were older. There were 
significant and negative relationships between work experience of the respondent and all 
hirability ratings and degree of competence of the applicant (for résumés with formal 
clothing, informal clothing and no photograph), see Table 6. This indicated that those 
respondents with more work experience considered applicants less appropriate and competent.  
 There were medium and strong significant and positive relations between all hirability 
ratings and competence (for résumés with formal clothing, informal clothing and no 
photograph), see Table 6. There were also weak and medium significant and positive relations 
between all hirability ratings and status (for résumés with formal clothing, informal clothing 
and no photograph), see Table 6. This indicated that those applicants who are observed as 
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more competent and with status are more likely to be hired. Because there was consistency 
between the variables, we could proceed with the analysis.   
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Table 6. Descriptive statistics and correlations of the main research variables 
  M SD 1 2 3 4 5 6 7 8 9 10 11 12 
1. Gender 1.63 .49 . 
           2. Age 35.76 10.67 .05 . 
          3. Experience 79.13 91.73 .09 .40** . 
         4. Hirability – Formal 3.35 .99 -.11 -.32** -.41** . 
        5. Competence – Formal 2.90 .70 -.18 -.28** -.37** .79** . 
       6. Status – Formal 3.39 .47 -.02 -.20* -.07 .67** .62** . 
      7. Hirability – Informal 3.17 .88 .08 -.25* -.39** .61** .48** .39** . 
     8. Competence – Informal 2.78 .60 -.04 -.16 -.40** .53** .63** .43** .78** . 
    9. Status – Informal 3.33 .38 .02 -.18 -.03 .21* .13 .47** .51** .41** . 
   10. Hirability - No Photo 3.08 .93 -.07 -.25* -.28** .65** .56** .51** .65** .53** .28** . 
  11. Competence - No Photo 2.27 .66 -.19 -.23* -.30** .59* .69** .47** .53** .65** .23* .79** . 
 12. Status - No Photo 3.33 .44 -.04 -.31** -.10 .33** .32** .55** .34** .33** .62** .57** .53** . 
N = 203. *p < .05. **p < .01 (2-tailed). 
Gender: 1 = “male” 2 = “female”. 
Experience: in months.  
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3.3 Repeated measures ANOVA 
In order to test whether hirability ratings differed for the three different résumé types (with 
formal, informal and no photograph), the degree of hirability of an applicant was measured 
three times; from résumés with a formal photograph, from résumés with an informal 
photograph and from résumés without a photograph. So we had a within-subject factor called 
‘résumé type’ with three levels.  
All the repeated measures ANOVA assumptions were checked. The K-S test showed 
that the hirability ratings from résumés with formal photograph, D(103) = .076, p =.16, from 
résumés with informal photograph, D(103) = .081, p =.15 and from résumés without a 
photograph, D(103) = .092, p = .06 did not deviate significantly from normal. So there was 
multivariate normality. There were independent errors because the respondents had received 
the survey independently, which means that their scores were not dependent on each other. 
The sphericity assumption was not supported because εGG > .75 (εGG = .99), so we used 
Huynh-Feldt epsilon (εHF = 1.00) for F correction. 
 
Hypotheses  
We found support for hypothesis 1 in that a résumé containing a formal photograph receives 
higher hirability ratings than a résumé containing an informal photograph, F(2, 204) = 6.27, p 
< .05, ηp
2 
= .11. The effect of type photograph on hirability was medium. Contrasts revealed 
that hirability ratings of applicants with a formal photograph on their résumé (M = 3.35, SD = 
.99) were significantly higher than ratings of applicants with an informal photograph on their 
résumé (M = 3.17, SD = .88), F(1, 102) = 4.85, p < .03,  ηp
2 
= .05. The effect size was small.  
We predicted (hypothesis 2) that the effect of a résumé without photograph on 
hirability perceptions is smaller than the effect of a résumé with a formal photograph, and 
larger than a résumé with an informal photograph. However, examination of the hypothesis 
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with a repeated measures ANOVA revealed that this hypothesis was not supported by our 
data: There were, just as in hypothesis 1, significant differences between the three résumé 
types on hirability, F(2, 204) = 6.27, p < .05, ηp
2 
= .11, with a medium effect of type 
photograph on hirability. Contrasts revealed that hirability ratings of applicants with a formal 
photograph on their résumé (M = 3.35, SD = .99) were significantly higher than ratings of 
applicants with an informal photograph on their résumé (M = 3.17, SD = .88), F(1, 102) = 
4.85, p < .05,  ηp
2 
= .05, but a résumé with an informal photograph (M = 3.17, SD = .88) 
received no significantly lower hirability rating than a résumé without a photograph (M = 
3.08, SD = .93), F(1, 102) = 1.60, p = .21. Contrasts revealed that ratings of applicants with a 
formal photograph on their résumé (M = 3.35, SD = .99) were also significantly higher than 
ratings of applicants without a photograph on their résumé (M = 3.08, SD = .93), F(1, 102) = 
11.95, p < .01, ηp
2 
= .11.  
In order to test whether the more experience the person who judges a résumé has, the 
less they base their hirability ratings on an inappropriate factor, such as an informal or formal 
photograph (hypothesis 3), we conducted a mixed repeated measures ANOVA with ‘résumé 
type’ as within-subject factor and ‘experience’ as between-subject factor. However, 
examination of the hypothesis with a repeated measures ANOVA revealed that this 
hypothesis was not supported by our data: There was no significant interaction effect between 
résumé type and experience of the perceiver, F (6, 178) = .98, p = .44. Thus, both recruiter or 
employee who judged a résumé with less, moderate or much experience gave no different 
hirability ratings to résumés with a formal, informal or no photograph.  
 
Side effects  
Age. A mixed repeated measures ANOVA with ‘résumé type’ as within-subject factor and 
‘age’ as between-subject factor showed a significant between-subject factor ‘age’, F (4, 98) = 
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3.81, p < .01, ηp
2 
= .14. The effect of age on hirability was large. In the analysis we used the 
continuous variable, and to plot Figure 1, the variable ‘age’ was divided into different age 
categories; 19-27 years (n = 32), 28-36 years (n = 16), 37-45 years (n = 16), 46-54 years (n = 
21) and 55-63 years (n = 5). The youngest respondents yielded the highest hirability ratings 
(M = 3.61, SD = .69) and the hirability ratings decreased as the respondents grew older until 
the age of 46-54 years old (M = 2.83, SD = .82) and increases a little bit for the oldest 
respondents (M = 3.04, SD = .64), see Figure 1. 
Figure 1. The effect of age on hirability ratings.  
 
Gender. Another mixed repeated measures ANOVA showed a significant interaction-effect 
between ‘résumé type’ as within-subjects factor and ‘gender’ as between-subjects factor, F (2, 
202) = 3.66, p < .05, ηp
2 
= .04. The interaction effect was small. Contrasts revealed that males 
rated résumés with a formal photograph (M = 3.49, SD = 1.17) significantly higher than 
résumés with an informal photograph (M = 3.09, SD = .97), F(1, 37) = 10.12, p < .01, ηp
2 
= 
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.22, with a large effect size. Males rated résumés with an informal photograph and résumés 
with no photograph not significantly different, F(1, 37) = .29, p = .60. Females rated résumés 
with an formal photograph not significantly different than résumés with an informal 
photograph , F(1, 64) = .21, p = .65, but rated résumés with an informal photograph (M = 
3.23, SD = .83) significantly higher than résumés without a photograph (M = 3.03, SD = .84), 
F(1, 64) = 5.97, p < .05, ηp
2 
= .09, with a medium effect size, see Figure 2.  
Figure 2. Interaction-effect between ‘résumé type’ and ‘hirability ratings’ with the 
between-subjects factor ‘gender’  
 
A mixed repeated measures ANOVA showed a significant interaction-effect between résumé 
type’ as within-subject factor and ‘job type’ as between-subject factor, F (4, 200) = 3.42,  
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 p < .01, ηp
2
 = .06. The effect size of the interaction effect was medium. Contrasts revealed 
that recruiters rated résumés with a formal photograph (M = 3.49, SD = 1.09) significantly 
higher than résumés with an informal photograph (M = 3.27, SD = .95), F(1, 49) = 3.26, p < 
.05, ηp
2 
= .06, with a medium effect size. Employees who often judge résumés rated also 
résumés with a formal photograph (M = 3.43, SD = .99) significantly higher than résumés 
with an informal photograph (M = 3.08, SD = .87), F(1, 24) = 4.49, p < .05, ηp
2 
= .08, with a 
medium effect size, see Figure 3. 
Figure 3. Interaction-effect between ‘résumé type’ and ‘hirability ratings’ with  between-
subjects factor ‘job type’. 
 
3.4 Regression analysis 
Status and competence 
Formal. A multiple regression analysis (R
2
 = .68) showed that status (β = .30, p < .001) and 
competence (β = .60, p < .001) had a direct positive effect on formal hirability ratings.  
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Informal. A multiple regression analysis (R
2
 = .81) showed that status (β = .23, p < .01) and 
competence (β = .69, p < .001) had a direct positive effect on informal hirability ratings.  
No photo. A multiple regression analysis (R
2
 = .81) showed that status (β = .20, p < .01) and 
competence (β = .69, p < .001) had a direct positive effect on informal hirability ratings.  
 This indicates that an applicant will be more likely to be hired if he is considered as 
more competent and with more status, regardless whether you place a (formal or informal) 
photograph above your résumé.  
 
Influence of résumé characteristics 
Formal. A multiple regression analysis (R
2
 = .48) showed that education (β = .24, p < .05) 
and layout (β = .38, p < .001) had a direct positive effect on formal hirability ratings.  
Informal. A multiple regression analysis (R
2
 = .43) showed that education (β = .24, p < .05) 
and other characteristics (β = .22, p < .05) had a direct positive effect on informal hirability 
ratings.  
No photo. A multiple regression analysis (R
2
 = .39) showed that job experience (β = -.25, p < 
.05) had a direct negative effect on formal hirability ratings, and education (β = .42, p < .001) 
had a direct positive effect on no photo hirability ratings.  
 We can conclude that only when a résumé with a formal photograph, respondents 
indicate that layout had positive influenced on their hirability ratings. Education had 
regardless of the type of résumé a positive influence on the respondents’ hirability ratings. 
Other characteristics of a résumé had only a positive influence on the hirability ratings at an 
informal résumé. Lastly, when a résumé has no photo, the influence of job experience on the 
hirability ratings was negative.   
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4. DISCUSSION 
 
In the current study, we examined whether the informality of a photograph used in résumés 
affected recruiters’ hirability perceptions. The hypotheses were that a résumé including a 
formal photograph would receive higher hirability ratings than a résumé including an informal 
photograph; that the effect of no photograph on hirability perceptions would be smaller than 
the effect of a formal photograph, and larger than an informal photograph; and that the more 
experienced the person who judged a résumé was, the less they would base their hirability 
ratings on an inappropriate factor, such as an informal or formal photograph. 
We found that recruiters did indeed assess the hirability of an applicant with a résumé 
including a formal photograph higher than that of an applicant with a résumé including an 
informal photograph. This result was consistent with studies on the effect of male clothing 
styles on first impressions. Bell’s (1991) study showed that a man dressed in a formal suit 
lead to positive first impressions, and a man in casual clothing leads to negative first 
impressions. Contrary to our hypothesis, the respondents did not assess the hirability of an 
applicant with a résumé featuring an informal photograph lower than that of an applicant with 
a résumé without a photograph. A possible explanation for this result is that for the job 
vacancy in this study it was not clear how formal the job and workplace would be. So it did 
not matter what clothing the applicant wore, because both formal an informal clothing might 
have been appropriate for this job. Furthermore, we found no support for the claim that more-
experienced employees based their hirability ratings less on inappropriate factors than less-
experienced employees. This was inconsistent with the findings of Marlowe, Schneider and 
Nelson (1996) who stated that especially recruiters with limited experience based their 
impressions on inappropriate factors. However, a study of Arnulf et al. (2010) with both 
students and professional recruiters as perceivers, found that even professional recruiters may 
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be sensitive to completely irrelevant aspects of the applicant’s résumé. It is plausible that the 
relationship between experience of the perceiver and irrelevant information on a résumé 
depends on some undetected moderators.  
 In addition to the results for the hypothesis, we also found that recruiters and 
employees who often judge résumés gave résumés with a formal photograph the highest 
hirability ratings, and résumés without a photograph the lowest ratings. Respondents working 
in Human Resources rated the three résumé types not different. This result seems quite 
reasonable. Companies [the Human Resources employees] know better than employment 
agencies [the recruiters] the set of qualifications they seek in their employees. So companies 
will focus on these qualifications, such as job experience and education, in screening 
applicants and they will be less sensitive to the influence of the résumé’s photograph. On the 
other hand, because recruiters from employment agencies are not fully informed about the 
applicant’s fit with the organization, they select applicants who made the best first impression 
on the basis of attractiveness, clothing style and other traits. This phenomenon can be called 
the photo-sensitive hypothesis, which predicts that companies ignore photographs on résumés, 
and employment agencies favour applicants who made the best first impression (Ruffle & 
Shtudiner, 2014).  
 Another additional result was that females made almost no difference between judging 
a man in different clothing style, while males rated résumés with a man in formal suit higher 
than a man in a t-shirt. This is consistent with previous research that have found that a 
perceiver’s gender can affect the hirability ratings of an applicant. So males felt stronger 
about appropriate clothing in the workplace than females (Howlett et al., 2013), and males 
and females rate each other harder than applicants of their own gender (Hamid, 1969).  
In sum, the results showed that when writing a résumé, it is important to use a 
photograph, and even better a photograph in a formal suit. The initial screening of an 
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applicant’s résumé can strongly influence the first impressions, for both non-experienced and 
experienced recruiters or employees. Even ‘small’ résumé characteristics, such as the type of 
photograph, can determine a positive or negative impression by the perceiver of the résumé. 
  
4.1 Theoretical contributions 
We conducted this study since current scientific knowledge about photographs on résumés is 
limited (Frauendorfer, 2015) and we wanted to contribute to new scientific insights and to the 
literature on résumés with different types of photographs. In the current study we 
investigated, to the best of our knowledge, for the first time that type of clothing men wears 
on a photograph on a résumé make actual difference. Photographs with men in a t-shirt shows 
additional information about an applicant’s personal interests, identity, personality and 
attributes. Their use might therefore have adverse effects when applying for a job, because a t-
shirt shows negative personal contributions (Bell, 1991). Based on these findings, it is 
recommended that applicants always include a formal photograph with their résumé. 
Recruiters should be aware of the conclusions they make based on relatively irrelevant 
résumé characteristics, since these conclusions might not always be correct.  
 A second contribution of this study is our sample. Most research on résumés have a 
sample with only recruiters or students or a combination of recruiters and students. Because 
not only recruiters read and judge résumés, we used both recruiters, employees in Human 
Resource departments and employees who often judge résumés in our study. By using a more 
diverse samples of applicants, our sample is very representative for the work field of job 
selection. 
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4.2 Practical implications 
Our results can provide some practical implications for both job seekers and organizations. 
From the viewpoint of a job seeker, to have the best chance of getting the job, applicants 
should use a résumé with a photograph in formal suit when applying for a job, for example a 
job as team leader. Even more importantly, job seekers must be aware of the influence of 
minimal cues in a résumé on a perceivers’ impression. 
From an organizational perspective, even experienced recruiters are unconsciously 
influenced by a photograph on top of a résumé. This indicates that recruiters consider various 
characteristics of the applicant on the basis of the applicant’s résumé layout. The first 
impressions that is formed by recruiters could be a predictor of the applicants’ future 
performance, so organizations should train their recruiters, employees in Human Resources or 
employees who judge résumés how to handle résumés with or without a photograph. And 
they should also provide their employees with clearer guidance as to what type of clothing 
style predicts good performance and attributions. Another recommendation for organizations 
that follows from our results is that males and females rated male applicants differently, so a 
mixed-gender selection committee would help the organization to mitigate the influence of 
formal and informal clothing on hiring decisions.  
 
4.3 Research limitations  
When considering the generalizability of this study, it should be noted that there are several 
limitations to this study. First of all, before we started our main study, we conducted a pilot 
study to select photographs with only neutrally attractive men and men of almost the same 
age, to rule out that attractiveness and age would influence the results. With hindsight, men in 
formal or informal clothing differ somewhat on age and attractiveness. Men in formal suit 
were rated as somewhat more attractive and older than men in informal t-shirt, but that is also 
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to be expected because formal shirts do make people more attractive (Bell, 1991). In addition, 
we might have underestimated the impact of physical attractiveness on evaluation of job 
applicants. If we had used extremely unattractive or attractive males our results could have 
been quite different. It could be possible that a very unattractive male can compensate his 
appearance with a formal suit, or that those males in a suit are also rated lower than résumés 
without a photograph. 
Secondly, recruiters had to rate the applicants hirability, status, and competence, and 
lastly how much influence some characteristics had in the résumé. Therefore, recruiters might 
have (un)consciously guessed the hypotheses in this study, and based their hirability 
perceptions on these hypotheses. Thus, the questions in the survey may have influenced the 
results. In order to avoid correlations caused by respondents’ implicit assumptions, we told 
the respondents that the purpose of the study was only ‘to find out how individuals gain an 
impression of a job applicant’. At the end of the survey we have controlled for the knowledge 
of the respondents about the purpose of the study by asking ‘what do you think the goal of 
this study was?’. Nobody answered  this question correctly, so we believe that the respondents 
did not consciously base their hirability ratings on some résumé characteristics.  
Lastly, the job profile was very specific; it is a vacancy for team leader payroll 
specialists. The results therefore might be not applicable to other job profiles. Moreover, a lot 
of respondents indicated that the vacancy was unclear, and that none of the applicants were 
really suitable for the job. That is probably the reason why all the résumés are rated 
approximately equally. 
 
4.4 Suggestions for further research 
Further research should use standardized photographs to adequately accentuate the 
differences in style of clothing. The questionnaires must not be too long and the time for 
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evaluating the résumé must be short. The shortening of time to evaluate applicants can result 
in a stronger first impression being involved in the selection process and therefore the 
influence of the photograph could be determined better. To expand the current findings, future 
research may add questions such as: ‘Would you use the same standard to evaluate résumés 
for different job vacancies?’. By means of such a question we can find out whether the type of 
job vacancy moderates the relationship between résumé characteristics and person-job fit. 
Another way to expand the current findings is to analyse whether the cues in a résumé 
influence the perceiver’s hirability ratings, or whether characteristics of the perceiver also 
influence the perception of the résumés. Another idea for further research is a longitudinal 
research design. Since résumé characteristics will influence recruiters’ hiring decisions, it will 
be useful to examine whether a résumé predicts an applicant’s future performance, skills and 
abilities in the job.  
 
4.5 Conclusion 
In sum, the present research shows the link between résumé layout and the perceivers’ hiring 
decisions. For both the organization and the job seeker it is important to be aware of the 
influence a photograph has on hirability decisions. In a working culture such as the one in the 
Netherlands, in which including a photograph on one’s résumé is optional rather than 
required, the choice to do so may be perceived differently depending on one’s clothing style. 
Future research could investigate whether our results are applicable to other types of job 
vacancies.  
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APPENDIX I. MEN INFORMAL 
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APPENDIX IV. CURRICULA VITAE 
CV 1. Man 1 formal, Education relevant, Job experience irrelevant 
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CV 2. Man 2 formal, Education irrelevant, Job experience relevant 
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CV 3. Man 3 formal, Education irrelevant, Job experience relevant
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CV 4. Man 1 formal, Education relevant, Job experience irrelevant   
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CV 5. Man 2 formal, Education irrelevant, Job experience irrelevant 
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CV 6. Man 3 formal, Education relevant, Job experience relevant 
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CV 7. Man 1 informal, Education relevant, Job experience irrelevant 
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CV 8. Man 2 informal, Education irrelevant, Job experience relevant 
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CV 9. Man 3 informal, Education irrelevant, Job experience relevant 
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CV 10. Man 1 informal, Education relevant, Job experience irrelevant 
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CV 11. Man 2 informal, Education irrelevant, Job experience irrelevant 
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CV 12. Man 3 informal, Education relevant, Job experience relevant 
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CV 13. No photograph, Education relevant, Job experience irrelevant 
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CV 14. No photograph, Education irrelevant, Job experience relevant 
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CV 15. No photograph, Education irrelevant, Job experience relevant 
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CV 16. No photograph, Education relevant, Job experience irrelevant 
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CV 17. No photograph, Education irrelevant, Job experience irrelevant
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CV 18. No photograph, Education relevant, Job experience relevant
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APPENDIX V. INFORMED CONSENT (DUTCH) 
 
Beste deelnemer, 
 
U gaat zodadelijk deelnemen in het onderzoek ‘Sollicanten 2017’. Voordat het onderzoek 
begint is het belangrijk dat u attent bent op de procedure van dit onderzoek. 
 
Onderzoeksdoel 
Het doel van dit onderzoek is het bepalen hoe individuen een indruk vormen van sollicitanten. 
Wij zijn in het bijzonder geïnteresseerd in de percepties van cv’s. 
 
Instructie en procedure 
Het onderzoek bestaat uit het geven van een oordeel aan een reeks van fictionele cv’s voor 
een hypothetische vacature. Aan het einde zullen we u vragen om wat vragen over jezelf te 
beantwoorden. Denk hierbij aan vragen over uw leeftijd, opleiding, en werkervaring. In totaal 
zal deelname tussen de 5 en 15 minuten duren. 
 
Vrijwillige deelname 
Als u ervoor kiest niet deel te nemen aan dit onderzoek zal dat geen enkele consequentie 
hebben. U heeft ook op elk gegeven moment de mogelijk om te stoppen tijdens de studie. In 
dat geval hoeft u slechts het scherm te sluiten. U hoeft uw reden om te stoppen niet te 
rechtvaardigen. Aangezien de data anoniem wordt verzameld is het niet mogelijk om uw data 
achteraf te verwijderen. 
 
Ter compensatie maakt u bij deelname aan het onderzoek kans op een van de 10 
cadeaubonnen van elk 10 euro te winnen die na afloop zullen worden verloot (alleen de 
winnaar zullen een notificatie ontvangen). 
 
Geheimhouding van onderzoeksdata 
De onderzoeksdata die u zult verstrekken zal worden gebruikt bij het schrijven van een master 
thesis en kan gepubliceerd worden in een wetenschappelijk tijdschrift. Tijdens de studie bent 
u niet verplicht om uw naam te geven of andere persoonlijke informatie. U zult uw e-
mailadres achter moeten laten op het laatste formulier, indien u mee wilt doen met de loterij. 
Uw e-mailadres zal opgeslagen worden in het enquêteprogramma maar zal verwijderd worden 
van de dataset die wij zullen analyseren. 
 
Als u vragen heeft kunt u contact opnemen met de onderzoeker die u benaderd heeft of met 
Dr. Thomas Pollet (t.v.pollet@fsw.leidenuniv.nl) 
 
Ik heb de bovenstaande informatie gelezen en begrepen, en ik ga akkoord met deelname in dit 
onderzoek. 
 
Door op >>(verder) te klikken, ga ik akkoord met deelname. 
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APPENDIX VI. DEBRIEFING (DUTCH) 
 
De onderzoekers zullen mondeling alle mogelijke vragen van de deelnemers beantwoorden, 
als u ze daarvoor benadert. 
 
Onderstaande is een voorbeeld van wat er gemaild zal worden aan degenen die aangegeven 
hebben meer informatie te willen ontvangen (nadat de data verzameling afgerond is). 
__________ 
 
Een tijdje geleden bent u zo vriendelijk geweest om mee te doen aan een kort onderzoek van 
ons. U heeft aangegeven meer informatie te willen ontvangen, en daarom ontvangt u nu deze 
e-mail.  
 
Het doel van het onderzoek was om te testen in hoeverre minimale cues (aanwijzingen) in een 
cv de perceptie van een persoon beïnvloeden. Eerste indrukken zijn belangrijk en we vroegen 
ons daarom af of dit invloed heeft op de perceptie van iemands geschiktheid voor een 
bepaalde functie. In het onderzoek waren twee studies gecombineerd. Eén studie ging over 
kledingstijl op een foto, en de andere studie ging over het dikgedrukt maken van relevante en 
irrelevante informatie. Sommige cv’s die u beoordeelde bevatte foto’s van sollicitanten in 
formele kleding, andere casual kleding, en sommige cv’s bevatte zelfs geen foto. Daarnaast 
waren in dezelfde cv’s bepaalde secties, zoals werkervaring en educatie, dikgedrukt of niet 
dikgedrukt, relevant of irrelevant. We voorspelden dat zowel het dragen van formele kleding 
op een foto als het dikgedrukt maken van relevante informatie leidt tot betere kansen om 
aangenomen te worden. 
 
Mocht u nog vragen hebben, aarzel dan niet om ze te stellen. Wij danken u nogmaals voor uw 
tijd en moeite om mee te doen aan ons onderzoek. 
 
 
